This might be the case, given that she described the Conservative Party in the same speech as 'the party of workers', which will make sure that 'people are properly protected at work'. She added that she wants the UK to be 'a Great Meritocracy', 'a country where it doesn't matter where you were born, who your parents are, where you went to school, what your accent sounds like, what god you worship, whether you're a man or a woman, gay or straight, or black or white'. She expressed concern about disproportionate exclusion of black Caribbean schoolchildren, detention of black women under mental health legislation, and poverty in ethnic minority households, as well as the fact that white working class boys are the group least likely to go to university. 4 But what if the historical ambivalence of the Conservative Party with regard to antidiscrimination legislation were to resurface, and inspire a 'Great Repeal Bill' to sweep away the Equality Act 2010 and other legislation seen as burdening UK businesses? What would we lose, because EU law would no longer prevent this from happening? Heeding Joni
Mitchell's warning, we should know what we've got, ie, what EU anti-discrimination law has done for women and minorities in the UK, before it's gone.
II. How has EU law strengthened UK anti-discrimination law?
Since the UK joined the EU in 1973, EU legislation and CJEU judgments (interpreting EU legislation) have frequently required improvements to UK anti-discrimination law, both with regard to grounds introduced into UK law before EU law (race in 1965, sex in areas beyond pay in 1975, disability in 1995), 5 and grounds introduced into UK law after EU law, to implement Directives adopted in 2000 6 (religion, age, and sexual orientation). Indeed, religion or belief is an area in which the UK could help to raise standards in the other 27 EU member states, were it to remain in the EU. The potential of beneficial UK influence can be seen in the contrasting Opinions of the Advocates General in the first two religion or belief cases to reach the CJEU. In Samira Achbita (a case from Belgium), Advocate General Kokott (from Germany) proposed highly deferential review of an employer's ban on female Muslim employees wearing headscarves:
1) The fact that a female employee of Muslim faith is prohibited from wearing an Islamic headscarf at work does not constitute direct discrimination based on religion within the meaning of Article 2(2)(a) of Directive 2000/78/EC if that ban is founded on a general company rule prohibiting visible political, philosophical and religious symbols in the workplace and not on stereotypes or prejudice against one or more particular religions or against religious beliefs in general. That ban may, however, constitute indirect discrimination … under Article 2(2)(b) … 2) Such discrimination may be justified in order to enforce a policy of religious and ideological neutrality pursued by the employer in the company concerned, in so far as the principle of proportionality is observed in that regard.
In that connection, the following factors in particular must be taken into account: -the size and conspicuousness of the religious symbol, -the nature of the employee's activity, -the context in which she has to perform that activity, and -the national identity of the Member State concerned.
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In Asma Bougnaoui (a case from France), Advocate General Sharpston (from the UK)
reflects 'headscarf-friendly and turban-friendly' UK anti-discrimination law when she proposes a much more robust interpretation of EU law:
A rule … which prohibits employees of the undertaking from wearing religious signs or apparel when in contact with customers of the business involves direct discrimination on grounds of religion or belief, to which neither Article 4(1) of … Directive 2000/78/EC … nor any of the other derogations from the prohibition of direct discrimination on grounds of religion or belief which that directive lays 34 [1983] UKHL 7. 35 Case C-157/15, Opinion of 31 May 2016.
down applies. That is a fortiori the case when the rule in question applies to the wearing of the Islamic headscarf alone.
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F. Age
Although no judgment of the CJEU to date seems to have imposed a higher standard on the UK than a UK court was willing to impose, it must not be forgotten that, but for Directive 2000/78/EC, implemented through the Employment Equality (Age) Regulations 2006, it is possible that a prohibition of age discrimination would still not have been introduced into UK anti-discrimination law.
G. Racial or ethnic origin
Since the Race Relations Act 1965, and with the exception of Northern Ireland before 1997, 
III. Would the European Convention provide the same protection as EU law?
If the UK leaves the EU, discrimination by public authorities can still be challenged under the The ECHR can bind the hands of Parliament, adds nothing to our prosperity, makes us less secure by preventing the deportation of dangerous foreign nationals -and does nothing to change the attitudes of governments like Russia's when it comes to human rights. So regardless of the EU referendum, my view is this. If we want to reform human rights laws in this country, it isn't the EU we should leave but the ECHR and the jurisdiction of its Court. See http://www.bbc.co.uk/programmes/articles/591HbNXpfSw1WFMkPN2fQcY/the-reunion-disabilitycampaigners-full-programme-transcript-10-april-2016 (last accessed 25 November 2016). 50 Sections 1(socio-economic inequalities), 14 (combined discrimination). 51 Sections 40(2)-(4) (liability for third-party harassment) and 138 (questionnaire procedure), repealed by Enterprise and Regulatory Reform Act 2013, ss. 65-66. 52 See Richard Epstein, Forbidden Grounds The Case Against Employment Discrimination Laws (Harvard University Press, 1995).
